Feeling function orients a person to making decisions based on his value system. This function thereby establishes the criterion for acceptance or rejection of something.
Jung combined the two orientations (Extraversion and Introversion) with the four functions (Sensing, Intuiting, Thinking, and Feeling) to create a typology of eight personality types. showing the relative influence on the overall functioning of the person. Plotting of the type modes in percentile terms results in a profile of the relative influence of each one on the other.
KEY BENEFITS

It emphasizes the uniqueness of each person and their potential contribution to the larger good.
This feature emphasizes the uniqueness of the person and the potential contribution that the person can make to a relationship, team or organization. The person has a profile of eight type modes. Each type mode can contribute to the larger good. It is also the case that this profile collectively brings a pattern of strengths of capacities and skills to a situation or relationship.
Thus, the person can make a unique contribution to the challenges he faces.
The instrument avoids forcing a person into a box or category. The instrument provides a person with a series of steps by which he can develop his own unique profile and the data that goes with it.
Everyone has the same eight type modes. Persons might have the same profile. However, what gets individualized is the degree to which the person takes his profile of eight type modes and uses the descriptors to make an even more refined description of himself. This makes the profile more individualized.
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The S-L TDI also highlights the differences between people and legitimizes what is different about them. We often use it to examine the strengths of each individual and to explore the differences among them in their group. These differences provide a potential source of strength to the persons working together on the teams.
Legitimizing differences among remains an important feature of this instrument. It helps persons look at the same dimensions and understand, concretely, the nature of these differences.
It emphasizes the measurement of behaviour by eliminating forced choices and substituting a Likert scale.
Jung's original theory made a bi-polar assumption. Although Jung assumed that type mode functions were bi-polar, Singer and Loomis determined his assumption was incorrect. They demonstrated that it could be wrong more times than it was right. Thus, the assumption held for some people but not for everyone.
The MBTI forces a person to choose one or the other of two alternatives. Thus, in completing the instrument the person gives up a whole host of alternatives that are not recorded as part of the takers profile. For example, the instrument asked the person if he wanted to be alone or with people when he attended a party. It presented a forced choice where he could choose only one or the other. Alternatively, the S-L TDI presents each person with 20 situations and asks him a series of questions about the degree to which he engages in specific behaviours in this situation.
Thus, the person could calibrate the degree to which he engages in each of the eight behaviours in this situation.
The forced choice alternative assumed that a person's profile would stay the same. Singer and
Loomis conducted an experiment to determine the degree to which the scores remained the same when the person had alternatives as to what they chose.
When persons completed the Wheelwright-Grey instrument, the MBTI instrument, and the S-L TDI instrument, the scores came out different for a significant number of persons who took all three of them. Thus, it verified that the people's scores did not remain the same when they had a choice between a number of alternatives.
This increased choice provided a test taker with a finer calibration of what he did in a given situation.
It measures what people actually do in situations, thus providing baseline date for personal and professional development.
The MBTI asks a person which of two choices he would prefer. Thus, it measures preferences between two alternatives. This instrument forces one to make a choice between two alternative items. Describing something rather than judging it is important. It provides a descrip tion of the person's capacities and skills. The emphasis on description rather than judgment makes it easier for the person who reads these type modes and the descriptors to pick or choose items that fit him because they are neutral.
If the descriptors were not neutral and had a negative loading for the society or for the organization in which the person works, then he may be unwilling to use the terms to describe himself. Also, neutral descriptors help the person avoid being categorized by the organization.
The descriptors make it easier for the person to freely choose the items without feeling as though they are negatively loaded. Thus, the instrument provides an individualized description of a person rather than alignment with the ideal of the collective good.
Another aspect of this feature is that the description helps the person understand his skills and capacities and the unique mix of them rather than identifying pathological behaviour. self-professed view of his competencies and those competencies that he is manifesting on a daytoday basis.
The unique description that he creates is in terms of capacities and skills. The descriptors that he uses for his extraverted forms of the four functions refer to behaviours and, thus, refer to skills. The descriptors that apply to the introverted side of t he four functions refer to his capacities. These capacities typically do not describe behaviour. Rather they refer to qualities that exist internally and may manifest themselves as behaviours in his interactions with others.
The S-L TDI presents a person with descriptive data about each of the type modes that are the basic unit of analysis of the instrument. It does not provide a ready made description of the person. Rather, it presents him with a profile of type modes. Then he uses the bank of descrip tors to understand which ones specifically apply to his own view of his life space. Now he has his own unique profile of descriptors about his ego-conscious behaviour and view of the world.
APPLICATIONS OF S-L TDI: PATTERN RECOGNITION AND ALIGNMENT
Many of our MBA students are practitioners with a technical background who take graduate classes part-time to develop competencies for moving into managerial and leadership positions.
The S-L TDI provides a wealth of information to these technically competent persons for use in a variety of ways. This section suggests two ways to translate the instrument's potential benefits into actual development on the job. The two ways are pattern recognition and alignment.
PATTERN RECOGNITION
Over time, people become familiar with the nature of their work and the challenges they face.
As change occurs, the person often faces situations requiring deep change. One project we give MBA students involves learning to recognize key patterns existing in their personal and professional lives that they did not know, they did not know. The S-L TDI's profile of type modes provides information a person can use to assess the characteristics of situations that he handles effectively or ineffectively. Thus, it provides important baseline data for dealing with changes in the many aspects of life. We request students:
Create an Individualized Profile. Two types of insights often emerge. First, students recognize behaviours they want to continue from their successful experiences. Second, they also discover patterns that exist for them across the successful or unsuccessful situations. For example, often the results show that in successful stories, the students primarily used their dominant and auxiliary type modes in the situations. Also, the situations that they described as unsuccessful required them to use skills and capacities from the type modes that were relatively less developed in their profiles.
This description and analysis helps the students better understand the pattern of their behaviour in the language of type modes, thus giving them a basis for grounding their assessment of competencies in concrete situations using a tool that provides hands-on-data.
So, recognizing the patterns of existing competences involves a series of steps. They created a profile of their way of functioning in the world based on completing the S-L TDI. They examined real situations from their day-to-day life by writing stories about successful and unsuccessful experiences to analyzing the behavioural patterns embedded in these successful and unsuccessful situations. They analyzed the stories using the type modes in their profile and identifying the patterns that exist in their daily life. The outcome is a better sense of how they function in their personal and professional lives using the la nguage of type modes to describe their way of functioning.
The next section describes creating an action plan to develop the skills and capacities necessary to move from a technical role to managing a team of technical experts.
ALIGNMENT: CLOSING T HE G AP BETWEEN THE TECHNICAL EXPERT AND THE EFFECTIVE TEAM LEADER
The technical person could also use the S-L TDI to deal with a lack of alignment between the competencies he has now and the competencies he requires to move to a more complex position such as, let us say, a project leader. Through the process of pattern recognition, we have seen that a person can recognize the skills and capacities of his type modes in his day-to-day life and, also, understand his type mode profile.
This type mode profile provides the required baseline data for developing new competencies. Now, the person uses the S-L TDI to analyze the position he wants to move to, in this case a project leader role.
Characteristics of a "Typical" Technical Expert. As we have seen in the previous section, first the technical expert must recognize the patterns of his present job. Illustrative of these distinctive qualities include the following. This person is good at his craft, petroleum engineering. He has perfected his craft through formal education, on-the-job field experience, and attending conferences like this one. He has extensive knowledge of his craft and skill at using this knowledge. He emphasizes using logic and objectivity in applying his craft to finding the most efficiently, perfect solution to the problem. He wants to work in areas where he can use his expertise and transmit his knowledge in a way that helps the organization. He respects colleagues with the same expertise and views them as credible in the world. Characteristics of a "Typical" Team Leader Role. But, at some point in his career, the technical expert decides to take on new challenges by becoming a project leader responsible for coordinating the technical skills of a team of experts to achieve a project's objectives. This change in role requires a major shift in the skills and capacities that he must learn. He is moving from practicing his craft as a technical expert to managing a group of technical experts.
The team leader is responsible for coordinating the examination of the goal they have been given to achieve, the planning process that will get them from their present situation to achieving the goal. Then they translate this plan into activities, benchmarks, time lines, and determine which members of the team will perform which tasks.
Functioning effectively in more complex situations requires a different set of competencies than he used in the past. EMBA students describe this transition as a difficult one as they move from the expert role to the manager role in the organization.
The team leader's primary focus is accomplishing goals that the organization has given him to achieve. The person in this role notes differences between his own views and other members of team. He emphasizes team work in pursuit of the mission. 3. At work he will seek out others' views about defining a problem and alternative ways to deal with the challenge.
4. In a meeting, rather than silently discard what seems like a ill-conceived idea, he will assume it has some merit. He will ask the speaker questions to learn more about what his suggestion and try to build on it to create a solution that make sense to him.
5. He will exercise more patience with persons who make mistakes at work. He will try to better understand the underlying causes of the error rather than assume that the person is incompetent or lazy.
Fifth, he develops indicators of these capacities that enable him and others to know when he performs the competencies effectively. Our technical expert develops the following indicators:
1. Each week he will generate four alternative views of a problem.
2. At least twice in the next month he will discuss with his son their vacation destination and what they will do.
3. At least once every two weeks he will ask another person for their views on redefining something.
4. Once every two weeks he will ask questions of another person at a meeting to learn more about his suggestion.
5. Once a week he will monitor his impatience with another person.
After carrying out the action plan for a specific period of time, we ask students to write a report describing the progress on strengthening the type mode they chose to strengthen. Often, they have achieved significant progress in their efforts to develop the type mode and they refine their action plan for the next iteration of development activities on their own.
CONCLUSION
The Singer-Loomis TDI's key features position it as the next generation of psychological type instrument for personal and professional development. It provides a individually unique profile for each person and provides a rich description of what he actual does in his day-to-day behaviour.
We have described two applications of the S-L TDI that have proven successful with hundreds of MBA and EMBA students here at the Faculty of Management and with other practitioners throughout North America.
